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Abstract:  This paper focuses on the effect of sectoral and national culture on the preferred 
culture profiles of project organizations operating in the IT sector in Hungary and Italy to reveal 
which has a stronger effect. The results of the research study show that the IT sector in both 
countries is characterized by a culture profile of Clan domination, but there is also a difference 
between the preferred culture profiles of the project organizations in both countries due to one 
national cultural dimension (masculinity) and thus the effect of national culture is stronger than 
the effect of sectoral culture. 
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1. Introduction 
Culture has several levels which can be investigated: national, organizational, and sectoral 
levels. Searching for articles related to these three cultural levels (in the title, abstract or 
keywords) in the Scopus database and within International Journal of Project Management, the 
results showed that the number of articles are limited which drawn our attention on this topic. 
This paper thus investigates the effect of sectoral and national culture on the preferred culture 
profiles of project organizations operating in the IT sector in Hungary and Italy to reveal which 
has a stronger effect. Our paper is organized as follows: 1) We present the theoretical 
background for organizational and national culture 2) we detail the research study, collection 
of data with some statistics of the sample 3) we introduce our findings and their explanations 
before 4) concluding the paper. 
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2. Theoretical background 
This section of the paper introduces shortly two levels of culture (organizational and national 
culture) being the main focus of the study. Sectoral culture is not introduced in this section 
however our paper describes it as the culture of the given sector (in our case the IT sector). 
2.1. Organizational culture  
According to Cameron and Quinn (2011) organizations are seldom characterized by a single 
cultural type and thus tend to develop a dominant culture over time as they adapt and respond 
to the challenges and changes in the environment surrounding them. They used the 
Organizational Culture Assessment Instrument (OCAI) to develop a measurement of 
organizational culture which allows an assessment of a dominant culture across six key cultural 
characteristics. It also recognizes the complex nature of culture based on two primary 
dimensions which create four quadrants representing four culture types: Clan, Adhocracy, 
Hierarchy and Market.  
One of the reasons why we chose the OCAI for our study is that it shows the current perceptions 
in comparison with organizational members’ preferences in the organization (Cameron &  
Quinn, 2011). Furthermore, it has already been used to measure organizational culture's 
relationship with various variables in general (Bogdány, 2014; Bognár, 2013; Chandler & 
Heidrich, 2015; Ferreira, 2014; Wiewiora, Trigunarsyah, Murphy & Coffey, 2013).  
2.2. National culture  
The project organizations of the two countries (Hungary and Italy) are compared in this study. 
To explain the differences between the preferred culture profiles of these project organizations, 
the differences between their national cultures were considered and Hofstede's model of 
national culture characterized by 6 dimensions and having accessible quantitative results was 
selected being widely cited in publications (Tung & Verbeke, 2010) as well. 
Hofstede (1980) set up a database by using a standardize questionnaire in order to describe 
culture at national, organizational and individual levels. Since 1985 the ‘Hofstede Centre’ has 
collected more than 60,000 questionnaires from 52 countries. Based on the database analysis 
six dimensions of national culture have been developed (Hofstede & Hofstede, 2001): Power 
distance, Individualism, Masculinity, Uncertainty avoidance, Long term orientation and 
Indulgence. From these, the masculinity dimension describes the values emphasized by a 
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society. In high masculine culture achievement, heroism, assertiveness or material rewards for 
success have preference. Its opposite, the femininity stands for a preference for cooperation, 
modesty, caring for the weak and quality of life.  
Hofstede’s (1980) initial work was followed by several replications, follow-up studies, and 
related research projects were also conducted, expanding the target populations and the number 
of countries investigated as well (Pauluzzo & Cagnina, 2016). 
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3. Research study, data collection and sample 
Project organizations of various sizes were investigated in the last few years with the ‘Project 
management in the XXI. century’ questionnaire in Hungary and Italy. One part of this 
questionnaire focuses on organizational culture and this paper aims to introduce this part of the 
research study. 
Although culture can appear on several levels (e.g. national, sectoral and organizational) 
literature does not provide guidance on which has a stronger effect. Thus the purposes of this 
research study was to investigate the effect of sectoral and national culture on project 
organizations operating in the IT sector in Hungary and in Italy by comparing their preferred 
(organizational) culture profiles. Based on this purpose we aimed to examine the following 
research questions: 
Question 1: Are the preferred culture profiles of project organizations operating in the IT sector 
in Hungary and Italy similar due to the sectoral culture of the IT sector? 
Question 2: Does sectoral culture of the IT sector have a stronger effect on the preferred culture 
profiles (and their culture types) of project organizations operating in the IT sector in Hungary 
and in Italy than national culture? 
To address these research questions the following hypothesis was put forward for testing: 
Hypothesis: There is no difference between the preferred culture profiles of project 
organizations operating in the IT sector in Hungary and in Italy neither due to sectoral culture 
nor due to national culture. 
This hypothesis assumes that the perception of project managers working in project 
organization in IT sector about the preferred culture profiles of their project organizations does 
not differ (so is similar) due to the sectoral culture of the IT sector, although two different 
nations (countries) are investigated. Thus the sectoral culture of the IT sector (being one sectoral 
culture investigated) has a stronger effect than the countries and their national cultural 
peculiarities (national cultural dimensions). 
The survey using the questionnaire was conducted in Hungary and Italy and was available for 
project managers. From the returned questionnaires the analyzable ones from the IT sector were 
selected for this study and Table 1 shows some statistics on the characteristics of the project 
organizations and the projects in the IT sector. 
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Table 1: Statistics of the research sample 
Project organization and  project 
characteristics 
Hungary Italy 
 N % N % 
All (in IT sector)  61  45  
Size of organization small ( - 49) 21 34% 15 33% 
medium (50 - 249) 6 10% 10 22% 
large (250 - ) 34 56% 20 45% 
Number of  project 
team members  
– 10  26 43% 17 38% 
11 –  35 57% 28 62% 
Source: own compilation 
 
According to the statistics, about 50% of the investigated organizations (in Hungary and Italy) 
operating in the IT sector are SMEs, while the remaining are large-sized enterprises. Regarding 
the number of project team members the statistics are also similar regarding the two countries, 
since 40 % of the project organizations had 10 or less than 10 project teams, while in other 
project teams in our sample the numbers were higher. 
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4. The findings and their explanation 
As the basis for the investigation, a questionnaire including questions based on the OCAI of 
Cameron and Quinn (2011) was used. To construct the culture profile of the project 
organizations the survey participants were asked to divide 100 points over the four statements 
that correspond to the four culture types. The assessment method of the OCAI enables the 
measurement of the extent to which one of the four culture types dominates the culture profile. 
The higher the score is, the more dominant a certain culture type is. (Cameron & Quinn, 2011). 
The participants first filled in the ‘now’ column representing the present culture profile, after 
that filled in ‘preferred’ column revealing the preferred culture profile for the future, meaning 
the culture in which they would like to operate in the future. This paper deals with the results 
of the preferred culture profile. 
Figure 1 shows the preferred culture profiles of the investigated project organizations in 
Hungary and Italy. It can be seen that in both countries Clan culture has the highest score, thus 
project organizations in the IT sector of both countries have a preferred culture profile with the 
domination of Clan culture type. This shows that the sectoral culture of the IT sector is similar 
in both countries by being characterized by Clan domination. Furthermore, Italian project 
organizations have a higher score for Clan culture type than Hungarian ones and smaller 
difference regarding the remaining three culture types can also be observed. 
 
Figure 1. Comparison of preferred culture profiles of project organizations in Hungary and 
Italy 
 
 
Source: own compilation 
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To reveal and test whether the four culture types of the preferred culture profiles of the 
investigated project organizations operating in the IT sectors in Hungary and Italy statistically 
differ further analyses were needed. Statistical analyses using one-way analysis of variance 
(ANOVA) and eta test were used to test the hypothesis. The tests were performed on SPSS as 
being one of the most widely used computer package used in social science for quantitative 
analysis (Punch, 2014).  
The results of one-way ANOVA related to the preferred culture profile can be seen in Table 2. 
 
Table 2: One-Way ANOVA results for the preferred culture profiles 
ANOVA 
  
Sum of 
Squares df 
Mean 
Square F Sig. 
Clan  
(preferred) 
Between 
Groups 
846,485 1 846,485 9,619 ,002 
Within 
Groups 
9151,666 104 87,997 
    
Total 9998,151 105       
Market  
(preferred) 
Between 
Groups 
198,091 1 198,091 5,290 ,023 
Within 
Groups 
3894,173 104 37,444 
    
Total 4092,264 105       
Source: own compilation 
 
The results show that there is a significant difference between the means of two of four preferred 
culture types which are Clan and Market culture types, while there is no difference between 
Adhocracy and Hierarchy culture types. This means that although the sectoral culture of the IT 
sectors in Hungary and Italy show similarities because both are being characterized by Clan 
domination, the two countries also differ partly regarding their preferred culture profiles, thus 
national culture can have an effect on the preferred culture profiles.  
To investigate whether national culture has a stronger effect than sectoral culture ETA test was 
used. Table 3 presents the results of the ETA test.  
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Table 3: ETA results for the preferred culture profiles 
    Value 
Eta Clan (preferred) Dependent ,291 
Eta Market (preferred) 
Dependent 
,220 
 
Source: own compilation 
 
The results of the ETA test shows that the differences at Clan and Market culture types are 
partly due to the national cultural differences of the two investigated countries, since the ETA 
values showing the strength of relationship are rather low at these two culture types. This means 
that the countries and their national culture effect, and have a relationship (but a rather small 
one) with the preferred culture type of project organizations. This also shows that the sectoral 
culture of the IT sector did not result in same preferred culture types in both countries and thus 
national culture may have stronger effect than sectoral culture.  Since we assumed that the 
differences between the two countries can be explained by the differences of their national 
cultures, Hofstede's model of national culture characterized by six dimensions can be seen in 
Figure 2. 
Figure 2. National cultural dimensions of Hungary and Italy  
  
Source: own compilation based on Hofstede (1980) 
Figure 2 reveals that both countries are characterized by medium level of power distance, high 
level of individualism and uncertainty avoidance, higher than medium level of long term 
orientation and rather low level of indulgence. Although the scores of masculinity are rather 
high in both countries, difference can only be revealed regarding this national cultural 
dimension since Hungary has higher level of masculinity than Italy. 
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Since Clan and Market culture types show significant differences (based on one-way ANOVA) 
due to the national cultural differences (based on ETA test), the connection of these two culture 
types to masculinity is examined in this section. 
The lower score for masculine culture in Italy might result in favoring the values of Clan culture 
type, since the values of this type are higher in the investigated Italian project organizations 
(Figure 1). As a result, organizational cultural values that see the organization as a friendly 
place to work, or an extended family, where commitment, loyalty and tradition are high and 
individuals place a premium on teamwork and participation (Cameron & Quinn, 2011) are more 
important in Italian project organizations than in Hungarian one.  
Hungary has higher masculinity score compared to Italy and this means that its values have 
preference for project organizations in Hungary and these might be more important than in 
Italian ones. Higher masculinity can push towards a more market-centered organization (higher 
Market culture type) in which the project organizations are result-oriented, the employees are 
competitive and goal-oriented, and winning as a glue holds the organization together and 
reputation and success are common concerns. The scores of Market culture type also differs 
significantly (Table 1) between the two countries and the scores for Hungary are a slightly 
higher.  
Thus, one national cultural dimension (masculinity) can help explain why Clan and Market 
culture types of project organizations show significant difference between the two countries 
and highlight that national culture can have a stronger effect than sectoral culture on the 
preferred culture profiles of project organizations. Based on the result the following thesis can 
be stated: 
Thesis: There is a difference between the preferred culture profiles of project organizations 
operating in the IT sector in Hungary and Italy due to one national cultural dimension 
(masculinity) and thus the effect of national culture is stronger than the effect of IT sector as a 
sectoral culture. 
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5. Conclusion  
The research study conducted in Hungary and Italy, based on the ‘Project management in the 
XXI. century’ questionnaire, aimed to investigate the effect of sectoral and national culture on 
project organizations operating in the IT sector in Hungary and Italy by comparing their 
preferred culture profiles (and their culture types) to reveal which has a stronger effect. Two 
research questions were posed and one hypothesis was put forward for testing. One-way 
analysis of variance and eta test performed on SPSS were used to test the hypothesis. Based on 
results of the study the following answer can be provided for research question 1: The preferred 
culture profiles of the investigated project organizations operating in the IT sector in Hungary 
and in Italy are similar, since both have preferred culture profiles with Clan domination. Thus 
the sectoral culture of the IT sector in both countries might be characterized by being Clan 
dominated. On the other hand, the answer for the research question 2 is No. Although based on 
results of the study there are similarities between the two countries’ preferred culture profiles 
because of the Clan domination, but the sectorial culture of the IT sector does not result in the 
same preferred culture profiles, since two culture types (Clan and Market culture types) have 
shown significant differences. This is due to the differences of the two countries and their 
national cultural dimensions. An attempt was made to explain why the two culture types differ 
significantly. By comparing their national cultural dimensions, one dimension (masculinity), 
suggesting certain connections to the investigated culture types, showed difference and this 
could help us explain why national culture can have a stronger effect on the preferred culture 
profiles of project organizations than the sectoral culture of the IT sector. 
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